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Abstract 
The objective of this study is to validate employee performance measurements in terms 
of behavioral aspects. The validated instrument was a Performance Management 
Behavior Questionnaire (PMBQ) instrument consisting of 27 statement items. The 
instrument statement consists of six dimensions, namely the Process of goal setting, 
Communication, Feedback, Coaching, Providing Consequences, and 
Establishing/monitoring performance expectations. Conducting a survey of retail 
sector employees in the city of Bandung, as many as 135 employees carried out using 
simple random sampling techniques. Testing instruments using Exploratory Factor 
Analysis (EFA). The results showed a valid and reliable psychometric analysis. The 
research implications can prove that the Performance Management Behavior 
Questionnaire (PMBQ) instrument can use as a reference for measuring employee 
performance in terms of aspects of consumer behavior. 
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INTRODUCTION 
A critical aspect of achieving a 
competitive advantage is to manage the 
elements of resources owned by the 
organization—management of these 
resources in the form of tangible and 
intangible assets. One intangible asset 
that needs to achieve is the human 
resources that exist in the organization. 
(Sidharta & Affandi, 2016).  The 
primary purpose of managing the 
human resources of the organization is 
to be able to produce outputs or 
performance that are in line with the 
goals of the organization. Human 
Resources Management is the 
application of management based on its 
function to obtain the best human 
resources for the business that we run 
and how the best human resources can 
be maintained and continue to work 
with us with the quality of work that is 
always constant or increasing. 
Human resource management 
can interpret as one of the fields of 
general management which includes 
aspects of planning, organizing, 
implementing, and controlling. The 
process consists of a plan, organizing, 
leading, and monitoring activities 
related to job analysis, job evaluation, 
procurement, development, 
compensation, promotion, and 
termination of employment to achieve 
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the goals set. (Armstrong & Taylor, 
2015) 
This role is very crucial, as 
explained in the previous discussion. 
Assets that are only owned by 
individuals and each individual has an 
asset value that is different from one 
another—led to an expansion of HRM 
science that examines work factors that 
affect humans at various levels. 
In other words, HRM is the 
development and utilization of 
employees to achieve the goals and 
objectives of individuals, organizations, 
national and international communities 
effectively. Human resources see as 
having an increasingly significant role 
in the success of an organization. Many 
organizations now realize that the 
human element in organizations can 
provide a competitive advantage. 
(Cascio, 2015) One way to achieve 
appropriate HR output by setting 
assessment indicators that are 
appropriate to the organization, in this 
case, is its performance. Performance is 
a set of results achieved and refers to the 
actions of making and carrying out the 
requested work. 
Individual performance must 
begin by recognizing that the working 
group and organization in carrying out 
its operations in the environment of the 
business organization concerned. 
Armstrong & Taylor (2015) emphasizes 
that employee performance is the result 
of the quality and quantity of work 
achieved by an employee in carrying out 
their duties following the 
responsibilities given to him. 
Description level of achievement 
implementation program of activities or 
policies in realizing the goals, 
objectives, vision, and mission 
organization as outlined strategic 
planning organization. 
Performance is the result of 
quality and quantity of work achieved 
by an employee in carrying out their 
duties in accordance with the 
responsibilities given to him. (Taylor, 
2014). A job that is performed by 
someone in carrying out the tasks 
assigned to him, which based on skill, 
experience, sincerity, and time. 
Several studies on employee 
behavior performance, such as Brady & 
Rosenberg (2002) that evaluate 
employee performance using Job 
Observation and Behavior Scale (JOBS) 
employees objectively. Williams & 
Hummert (1990) estimated how well the 
dimensions of performance appraisal 
existed, organizational member 
understanding of what productive 
behavior is like in an organization. 
Yukl, Seifert & Chavez (2008), who 
evaluated the version of the Influence 
Behavior Questionnaire (IBQ), used to 
influence people in the organization. 
Koopmans, Bernards, Hildebrandt, van 
Buuren, van der Beek & de Vet (2013) 
developed a three-dimensional 
conceptual framework of individual 
work performance consisting of task 
performance, contextual performance, 
and counterproductive work behavior. It 
later developed into an Individual Work 
Performance Questionnaire (IWPQ) in 
2014. Smith, Organ & Near (1983) 
developed the Organizational 
Citizenship Behavior conducted on 
respondents of 422 employees and 
supervisors from 58 departments from 
two banks trying to describe the nature 
and behavior of employees. Likewise, 
Kinicki, Jacobson, Peterson & Prussia 
(2013) developed the Performance 
Management Behavior Questionnaire 
(PMBQ) to assess employee 
performance. 
This study aims to validate the 
Performance Management Behavior 
Questionnaire (PMBQ) by using 
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employee respondents who work in 
digital sector companies in the city of 
Bandung. The results expected to be 
able to contribute to the validation of 
employee behavior performance 
evaluations following the conditions of 
the retail sector companies. 
 
METHOD 
In the initial stage of the study 
conducted by conducting surveys of 
retail sector employees in the city of 
Bandung. By paying attention to aspects 
of the test model tested, it is necessary to 
consider the adequacy of the data by 
looking at the degree of freedom so that 
testing can do with criteria over 
identified. The suitability of this model 
is needed to estimate the parameters 
measured. Noting the number of 
instruments as many as 27 statement 
items from the Performance 
Management Behavior Questionnaire 
(PMBQ), the adequacy of the samples 
required is a minimum of 135 samples. 
For this reason, questionnaires 
distributed to employees in the retail 
sector with a sample of 152 respondents. 
The distribution of questionnaires 
carried out randomly where only 
potential respondents would survey so 
that the level of sampling filling errors 
could minimize. Instrument Performance 
Management Behavior Questionnaire 
(PMBQ) is a measure of employee 
behavior performance developed by 
Kinicki, Jacobson, Peterson & Prussia 
(2013) original version in English so that 
it was previously translated into 
Indonesian by professional translators to 
avoid mistakes in bringing instruments. 
The testing process carried out 
with an exploratory factor analysis 
approach, and this is related to the 
existence of a multidimensional in the 
instrument Performance Management 
Behavior Questionnaire (PMBQ). 
Testing the validity and reliability is 
done first to ensure valid and reliable 
intuitions. Explanatory factor testing 
conducted to find out whether it proves 
that the Performance Management 
Behavior Questionnaire (PMBQ) 
instrument is a multidimensional factor 
or not. 
 
RESULTS AND DISCUSSION 
The results of the questionnaire 
distribution showed a Mean of 5,310, a 
Min-Max value of 3,911 - 5,955 with a 
Range of 2,045 and a Variance of .199. 
The initial test results to validate the 
questionnaire can be seen in Table 1 
below: 
Table 1. Initial validation and reliability 
results. 
Instrument Corrected Item-Total 
Correlation 
VAR00001 
VAR00002 
VAR00003 
VAR00004 
VAR00005 
VAR00006 
VAR00007 
VAR00008 
VAR00009 
VAR00010 
VAR00011 
VAR00012 
VAR00013 
VAR00014 
VAR00015 
VAR00016 
VAR00017 
VAR00018 
VAR00019 
VAR00020 
VAR00021 
VAR00022 
VAR00023 
VAR00024 
VAR00025 
VAR00026 
VAR00027 
,563 
,601 
,581 
,625 
,490 
,001 
,554 
,549 
,644 
,670 
,665 
,413 
,484 
,660 
,640 
,652 
,675 
,657 
,616 
,536 
,617 
,623 
,645 
,581 
,612 
,445 
,556 
 
The initial validity results 
indicate there is an item that is not valid, 
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so it retested. Testing is done by 
removing invalid items so that the test 
repeated with the following results: 
Table 2.1 Final Results of Validity and 
Reliability 
Instrument Corrected 
Item-Total 
Correlation 
Cronbach's 
Alpha 
VAR00001 
VAR00002 
VAR00003 
VAR00004 
VAR00005 
VAR00007 
VAR00008 
VAR00009 
VAR00010 
VAR00011 
VAR00012 
VAR00013 
VAR00014 
VAR00015 
VAR00016 
VAR00017 
VAR00018 
VAR00019 
VAR00020 
VAR00021 
VAR00022 
VAR00023 
VAR00024 
VAR00025 
VAR00026 
VAR00027 
,558 
,596 
,580 
,612 
,483 
,563 
,554 
,649 
,677 
,666 
,416 
,492 
,667 
,649 
,661 
,677 
,656 
,614 
,532 
,614 
,621 
,651 
,589 
,623 
,448 
,563 
.938 
 
The results of testing the validity 
and reliability indicate that all revelation 
instruments are valid and reliable. After 
knowing the value of validity and 
reliability following applicable criteria, 
the next step is to test the EFA.  
In the calculation of EFA, it can 
see that the overall results of the tested 
model are good with the results of the 
Kaiser-Meyer-Olkin Measure of 
Sampling Adequacy of 0.883 with a p-
value of 0.000. While the overall test can 
see in table 3 below: 
 
Table 3. Total Variance 
Explained 
Factor 
Extraction Sums of Squared Loadings 
Total % of Variance Cumulative % 
1 10.125 38.942 38.942 
2 2.546 9.792 48.734 
3 1.504 5.785 54.519 
4 .856 3.293 57.811 
5 .741 2.849 60.660 
    
 
The results of the total variations 
there are five factors with a contribution 
of 60.60%. While the results of testing 
the factors that make up the five factors, 
as shown in Table 4 below. (See in 
Appendix) 
The results of the factor analysis 
test grouped into five factors where the 
first factor consisted of 8 items of 
contribution statement of 38.94%, the 
second factor consisted of 3 items of 
contribution statement of 9.79%, the 
third factor consisted of nine items of 
contribution statement of 5.78%, the 
fourth factor consisted from 3 items of 
contribution statement of 3.29%. The 
fifth factor consisted of 3 items of 
explanation of the contribution of 2.84%. 
Overall, due to these five factors, it 
amounted to 60.66%. 
The results of the research prove 
that the Performance Management 
Behavior Questionnaire (PMBQ) 
instrument, which consists of six 
dimensions, is determined to be valid 
and reliable and can be used as a goal for 
measuring employee performance in 
terms of behavioral aspects. If examined 
further based on its dimensions, the 
Process of goal setting dimension 
indicates employees in meeting 
participatory performance goals and 
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jointly setting and developing specific 
and measurable performance goals that 
can achieve. The Communication 
dimension measures effective 
communication styles, and there is good 
feedback as a good listener and is 
approachable and provides more positive 
feedback. The Feedback dimension 
measures timely and what is right and 
wrong feedback about their performance 
and helps others in career planning. The 
Coaching dimension measures how to 
complete tasks and assignments, provide 
necessary resources, provide solutions to 
overcome obstacles, and develop their 
skills. The Providing Consequences 
dimension measures the recognition of 
exceptional performance and provides 
commensurate returns. Whereas 
Establishing/monitoring performance 
expectations measure job accuracy, 
deadlines that compare with expectations 
relating to quality, monitor one's 
performance, and prioritize tasks and 
work targets. 
Employee performance can 
increase or decrease, influenced by many 
factors. Understanding the factors that 
affect performance is essential to know 
which factors needed following specific 
circumstances. Performance can only be 
encouraged if employees know and 
understand the goals that must be able to 
define what performance must achieve. 
For this reason, a manager must be able 
to explain what performance must be 
performed by each individual or the 
employee, ensure that they are aware of 
what expected of them, and keep 
employees focused on achieving 
maximum, effective, and efficient 
performance. 
 
CONCLUSION 
The results of research based on 
psychometric analysis proved to be 
valid and reliable. Employee 
performance measurement based on 
behavior can see from several aspects, 
namely the Process of goal setting, 
Communication, Feedback, Coaching, 
Providing Consequences, and 
Establishing/monitoring performance 
expectations. 
Performance that has been 
carried out by employees must evaluate 
whether it is following the standards 
determined. This result should always 
do periodically considering that 
everyone's work productivity can 
decrease due to many factors; therefore, 
to maintain the stability of HR work, 
regular work evaluation will be 
excellent to do. The results showed that 
the measurement of employee 
performance that emphasizes behavior 
could use the instrument Performance 
Management Behavior Questionnaire 
(PMBQ). For further research, we can 
confirm confirmatory analysis by using 
a broader and more extensive sample. 
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APPENDIX 
Performance Management Behavior 
Questionnaire (PMBQ) Indonesian 
Version. 
 
Process of goal setting 
 Memastikan bahwa sasaran kinerja 
dikaitkan dengan sasaran strategis 
atau operasional perusahaan. 
 Secara partisipatif menetapkan 
tujuan. 
 Membantu orang lain dalam 
menetapkan tujuan kinerja yang 
spesifik dan terukur. 
 Membantu orang lain dalam 
mengembangkan rencana kerja yang 
mendukung tujuan kinerja. 
 Mendorong orang lain untuk 
menetapkan tujuan yang menantang 
namun dapat dicapai. 
 
Communication 
 Merupakan seorang pendengar yang 
baik. 
 Dapat didekati dan tersedia untuk 
berbicara dengan orang lain. 
 Memberikan umpan balik lebih 
positif daripada negatif. 
 
Feedback 
 Memberikan umpan balik kepada 
orang lain tepat waktu tentang 
kinerja mereka. 
 Memberikan umpan balik spesifik 
kepada orang lain tentang apa yang 
baik dan buruk tentang kinerja. 
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 Membantu orang lain dalam 
perencanaan karir mereka. 
 Memberikan umpan balik yang jujur. 
 Menjelaskan bagaimana perilaku 
seseorang mempengaruhi dan 
kelompok kerja ketika memberikan 
umpan balik. 
 
Coaching 
 Memperlihatkan orang lain cara 
menyelesaikan tugas dan tugas yang 
sulit. 
 Menyediakan sumber daya yang 
dibutuhkan untuk menyelesaikan 
pekerjaan. 
 Membantu mengidentifikasi solusi 
untuk mengatasi hambatan kinerja 
 Membantu orang untuk 
mengembangkan keterampilan 
mereka.  
 Memberikan arahan saat dibutuhkan  
 Providing consequences 
 Memberikan pengakuan khusus 
untuk kinerja luar biasa 
 Memberikan bagi yang memiliki 
kinerja yang baik 
 Tautan pengakuan dan / atau 
penghargaan untuk kinerja 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Establishing/monitoring performance 
expectations 
 Memeriksa akurasi dan / atau 
kualitas pekerjaan 
 Memberitahu orang-orang 
tentang perubahan, tenggat 
waktu, atau masalah yang tak 
terduga. 
 Mengkomunikasikan harapan 
yang berkaitan dengan kualitas. 
 Memantau kinerja kerjanya 
sendiri. 
 Memprioritaskan tugas dan 
sasaran kerja. 
 
Keterangan pengisian: 
1 = Sangat tidak setuju;  2 = Tidak 
setuju;  3 = Agak tidak setuju;    4 = 
Netral;  
5 = Agak setuju;               6 = Setuju;             
7 = Sangat setuju 
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 Table 4. Factorial Explained and Correlation Matrix 
Factorial Explained 
 F1 F2 F3 F4 F5 
F1.1 
F1.2 
F1.3 
F1.4 
F1.5 
F1.6 
F1.7 
F1.8 
F2.1 
F2.2 
F2.3 
F3.1 
F3.2 
F3.3 
F3.4 
F3.5 
F3.6 
F3.7 
F3.8 
F3.9 
F4.1 
F4.2 
F4.3 
F5.1 
F5.2 
F5.3 
.870 
.686 
.659 
.601 
.514 
.484 
.463 
.426 
 
 
 
 
 
 
 
 
.860 
.781 
.731 
 
 
 
 
 
 
 
 
 
 
 
.788 
.761 
.704 
.652 
.492 
.470 
.424 
.361 
.349 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
-.563 
-.467 
-.463 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
.880 
.864 
.847 
 Factor Correlation Matrix 
Factor 1 
Factor 2 
Factor 3 
Factor 4 
Factor 5 
1.000 
.510 
.542 
-.116 
.521 
.510 
1.000 
.285 
-.311 
.152 
.542 
.285 
1.000 
-.029 
.419 
-.116 
-.311 
-.029 
1.000 
.114 
.521 
.152 
.419 
.114 
1.000 
 
